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ABSTRACT

This study explores the growing impact of Artificial Intelligence (Al) in recruitment and selection within the IT sector in Bangalore. As companies adopt Al tools
to streamline hiring, the research aims to evaluate how these technologies enhance efficiency, reduce bias, and improve candidate-job matching. The study
investigates recruiters' and HR professionals' perspectives on Al's role in identifying qualified candidates. It also examines the challenges and limitations faced
while integrating Al-driven systems in recruitment workflows. Data was collected through structured questionnaires and interviews with HR personnel from mid-
sized and large IT firms in Bangalore. Findings suggest that Al significantly reduces time-to-hire and administrative workload. However, concerns about fairness,
transparency, and over-reliance on algorithms remain. The study emphasizes the importance of balancing Al with human judgment for effective talent acquisition.
Recommendations are provided to optimize Al adoption while maintaining ethical hiring practices.
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INTRODUCTION

The rapid growth of Atrtificial Intelligence (Al) is reshaping how companies approach recruitment and selection, especially in the IT sector. In Bangalore
— widely known as India’s Silicon Valley — many IT firms are now turning to Al-driven tools to streamline and improve their hiring processes. From
resume screening and automated assessments to chat-bots and predictive analytic s, these technologies are helping recruiters identify the right candidates
more quickly and accurately. By reducing human bias, speeding up recruitment cycles, and enhancing the overall candidate experience, Al is making
hiring not just faster, but also fairer. Additionally, the use of data-driven insights allows for more transparent and objective decision-making. As a result,
IT companies in Bangalore are seeing better hiring outcomes while making their HR processes more efficient.

RESEARCH QUESTIONS

. Evaluation of the impact of Al to improve efficiency, speed and accuracy of recruitment and selection processes.

. A comparison of Al controlled recruitment with traditional methods focusing on objectivity, distortion and fairness.
. A survey of the perception, acceptance and motivation of HR specialists and brokers for Al tools.

. Determining ethical, legal and organizational challenges in the implementation of Al in employment.

. An investigation into the strategic value of Al in improving talent acquisition, employer brands, and organizational development.

REVIEW OF LITERATURE

He integration of Artificial Intelligence (Al) into recruitment and selection processes has been widely studied across various sectors, revealing significant
improvements in efficiency, objectivity, and strategic HR outcomes. Neha Sharma (2025) and Syech Idrus (2025) emphasized AI’s role in streamlining
candidate screening and enhancing decision-making speed in IT and competitive labor markets. Similarly, Devashish Pandey (2025) showed quantitative
evidence of Al improving candidate experience, although ethical concerns remain. Research by Ahmad Suliman Alnsour (2024) and Dr. T.P. Ramprasad
(2024) demonstrated Al's positive impact on HR efficiency and recruiter perceptions in the Indian and Jordanian contexts. Wasif Raza (2025) and Deepika
Faugoo (2024) highlighted both functional benefits and ethical challenges, advocating for balanced implementation. Studies by Arvindh Babu V (2025)
and Magdalena Stuss (2024) addressed fairness, bias, and algorithmic transparency, recommending hybrid human-Al models. Waleed Abaza (2025) and
Dimas Susanto (2024) showed Al’s strategic value in tourism and broader technology use in recruitment. Dr. H.S. Abzal Basha (2024) and Hamid Okati
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(2025) explored bias mitigation and public sector adoption using statistical tools, while Analiza Mufioz (2019) proposed anonymized Al-based
frameworks for workplace diversity. The University of Nis (2024) provided a comprehensive overview of Al adoption, ethical standards, and
implementation challenges. Together, these studies confirm that while Al significantly enhances recruitment outcomes, it must be governed ethically and
complemented by human oversight to ensure fairness, transparency, and organizational alignment.

RESEARCH GAP

CITATION

DESIGN OF
RESEARCH

OBJECTIVE OF RESEARCH

FINDINGS OF SEARCH

Neha Sharma, Feb
2025

Qualitative Analysis

To assess the impact on IT recruitment o
n Al efficiency and strategic focus,

Al -Stromlines -
Spreening can improve equity and enable H
R departments to focus on strategic goals.

Sych Idrus, June 202
5,

Case studies and int
erviews

to understand the role of recruitment in ¢
ompetitive markets

Al improves objectivity, speed, and accuracy
, allowing for simplification of objectivity,

Devashish Pandey,
Feb 2025

Quantitative

To evaluate AI’s impact on efficiency,
bias reduction, and candidate experience

Al improves efficiency , experience, but has
moderate impact on bias .

Ahmad Suliman
Alnsour, Aug 2024

Quantitative

To examine Al's impact on HRM
efficiency and organizational
development

Significant improvement in HR efficiency
and OD, ease of use enhances effect

Dr. T.P. Ramprasad,
Dec 2024

Survey-based Study

To analyze IT recruiters’ perceptions of
Al tools in hiring

Recruiters find Al helpful in bulk tasks, but
worry about soft skills & cultural fit

Wasif Raza, May
2025

Mixed Methods

To study Al's effectiveness and ethical
concerns in recruitment

Al improves speed and experience but raises
fairness, bias, and privacy issues

Deepika Faugoo,
Nov 2024

Case Studies

To explore how Al supports HR
decisions and organizational success

Al saves time, improves decisions; human
judgment still essential for fairness

Arvindh Babu V,
Apr 2025

Comparative Study

To compare Al vs traditional resume
screening

Al boosts accuracy & cost-saving, but bias
risk exists; hybrid model advised

Magdalena M.

Literature Review &

To assess ethical concerns in Al-driven

Al seen as objective, but ethics like fairness

Stuss, Oct 2024 Pilot Study hiring & accountability need focus

Waleed Abaza, Jun Case Study To study Al adoption intent & impact in | Al improves efficiency, cost-effectiveness,

2025 HRM and satisfaction; social factors influence
adoption

Dimas Bagus Qualitative To analyze technology's role in speeding | ATS & Al improve accuracy and reach;

Susanto, Aug 2024

recruitment

training and cost are challenges

Dr. H. S. Abzal
Basha, Feb 2024

Ethical Review of
Literature

To evaluate bias and fairness in Al-
powered recruitment

Al boosts efficiency, but may amplify bias;
human oversight is critical

Analiza Mufioz, Dec
2019

Public Sector Model
Proposal

To implement anonymized Al-based
recruitment for fairness

Al-based anonymization promotes diversity,
reduces bias in public sector

University of Nis,
Oct 2024

Comprehensive
Review

To map AI’s HR applications and
related challenges

Al helps performance but raises legal/ethical
concerns; EU Al Act cited

Hamid Okati, Jan
2025

Quantitative

To assess Al’s impact in public sector
hiring in Iran

Al significantly improves public hiring
effectiveness; skills & infra are key

Conceptual Model

Table No.01 Showing Research Gap
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Al in Recruitment
& Selection Tools

Efficiency Objectivity @ Candidate Ethical &
& Speed & Accuracy i Experience §l Legal Concerns

Faster Bias Positive Fairness &
Screening Reduction Feedback Bias Risk

Neha Dimas) Devashish Wasit
Hamid Ascal Magfizien

Cost-saving Need for
(Arvindh Oversight
Waleed) & Legal

Compliance

Human Oversight
& Hybrid Apparach

Faugoo, Abzal Basha)

Fig.No. 1 Showing Conceptual Model of Al in HRM

PROBLEM STATEMENT

Traditional recruitment methods are often inefficient and biased, and we strive to quickly identify top talent. While Al offers automation and strategic b
enefits, concerns remain regarding equity, transparency and ethical compliance. Resistance to Al adoption and limited understanding of potential progre
ss. A balanced hybrid model that combines Al and human judgment is required, but there are no clear guidelines for its implementation.

. Inefficient traditional adoption methods

e  Limited strategic understanding of HR's Al

e Concerns about objectivity and fairness

e  Resistance against Al adoption under HR specialists

e  Ethical and legal challenges of Al implementation

RESEARCH METHODOLOGY

a. Method
This study pursues a mixed method that combines both measurable and observational methods to ensure comprehensive knowledge.
Measurable data:

were collected by a structured survey of HR experts, recruiters and applicants to measure the efficiency, equity and acceptance of Al recruitment syste
ms.

Observational-data:

were obtained through interviews and open survey responses to explore deeper insights into user perceptions, strategic benefits and ethical concerns rel
ated to Al tools during setup.

b. Variable Description
This study includes both independent and dependent variables classified as follows:
Independent variables:

e Al based recruitment tools (e.g. resume screening algorithms, chat bots, predictive analytic s)
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e  Traditional adoption methods
. How friendly the human resources staff with Al
e  Willing to organize Al integration
Dependent variables:
. Recruitment efficiency (measured from time to rental and screening time)
e  Accuracy of candidate selection
. Recognizing fairness and prejudice
e Accepting and trusting Al through human resources experts
. Strategic contributions to talent accession and branding
C. Sample size
We collected approximately 55 samples.
d. Sampling Technique

This study used targeted sample technology to select participants with relevant experiences and exposure to the recruitment process to ensure meaningf
ul findings.

. Human Resource Managers and Experts in Medium and Large IT sectors
. Recruitment consultants and personnel agencies

e Job seekers who have experienced an Al-based configuration platform

ANALYSIS AND DISCUSSION

1.How has Al improved the speed of the recruitment process in your organization?

@ Not improved

@ Siightly iImproved
Moderately improved

@ Significantly iImproved

Fig.No. 2 Showing Al improved the speed of the recruitment

INTERPRETATION

The pie chart reveals that most respondents (47.1%) perceive only slight improvement in recruitment and selection due to Al, indicating limited impact.
A moderate improvement was noted by 31.4%, while only 13.7% experienced significant benefits. Meanwhile, 7.8% felt no improvement at all. Overall,
the findings suggest that while Al has positively influenced recruitment processes, its perceived effectiveness remains modest for most users.

2. To what extent has Al improved the accuracy of candidate screening?
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@ Not at aill

@ To a small extent

@ To a moderate extent
® 1o a great extent

Fig.No. 3 Showing Al improved the accuracy of candidate screening

INTERPRETATION

The pie chart shows that 52.9% of respondents believe Al has influenced recruitment and selection to a small extent, indicating limited but noticeable
benefits. Around 31.4% reported a moderate impact, while only 11.8% felt Al contributed to a great extent. Just 3.9% observed no impact at all. This
suggests that most respondents recognize some level of Al influence, though its full transformative potential is yet to be widely experienced.

3.How effective is Al in reducing time-to-hire compared to traditional methods?

@ Not effective

@ Slightly effective

@ Moderately effective
@ Highly effective

Fig.No. 4 Showing Al in reducing time-to-hire compared to traditional methods

INTERPRETATION

The pie chart shows that 35.8% of respondents view Al as slightly effective in recruitment, while 34% consider it moderately effective, indicating a
general but modest impact. Notably, 15.1% rated Al as highly effective, and an equal 15.1% found it not effective at all, revealing contrasting experiences
among users. Overall, most participants acknowledge some level of Al effectiveness, though its full potential appears to be unevenly realized across
different contexts.

4. How often does Al help in identifying the right talent match for job roles?

® Rarely

® Sometimes
® Often

® Always

Fig.No. 5 Showing Al help in identifying the right talent match for job roles

INTERPRETATION



International Journal of Research Publication and Reviews, Vol 6, Issue 7, pp 4251-4258 July 2025 4256

The pie chart shows that 42.6% of respondents believe Al is used sometimes in recruitment, reflecting partial and inconsistent adoption. Only 22.2%
reported that Al is always used, indicating limited full integration. Additionally, 16.7% noted frequent use, while 18.5% said Al is rarely used. Overall,
the findings suggest that while Al adoption in recruitment is increasing, its usage remains varied, highlighting the need for broader and more consistent
implementation.

5. What impact does Al have on recruitment cost efficiency?

@ No impact
® Small reduction
Moderate reduction

@ Significant reduction

Fig.No. 6 Showing Al have on recruitment cost efficiency
INTERPRETATION

The pie chart shows that 38.9% of respondents observed a moderate reduction in recruitment costs due to Al, indicating growing financial benefits.
Another 31.5% reported a small reduction, while 16.7% experienced significant cost savings. However, 13% saw no impact, suggesting varied outcomes.
Overall, the data reflects that Al has the potential to reduce recruitment expenses, though its effectiveness depends on how thoroughly it is implemented
within organizations.

A. Explanation results

Descriptive statistics summarize the basic functionality of the data collected by 55 participant( recruiters, job seekers). This analysis includes participan
ts' familiarity with Al tools, perceived efficiency, equity and general satisfaction with recruitment of Al control

e 42% HR Expert
e 36% external recruiters/consultants
[ ] 22% of job seekers

B. Qualitative Findings

Open-ended responses and interviews provided deeper insights beyond numerical trends:

> Benefits Identified:

[ ] Al helped us screen thousands of resumes within minutes, something unmanageable manually.
(] Predictive analytic s gave us more confidence in shortlisting candidates.

> Concerns Raised:

[ ] Al tools sometimes overlook soft skills which matter in client-facing roles.

®  There's still a black box feeling — we don’t always know why the system ranked someone high.
> Recommendations from Respondents:

L] Combine Al with human review

[ ] Provide Al training to HR staff

[ ] Introduce feedback loops into Al decision-making systems

CONCLUSION, LIMITATION, IMPLECATION AND FUTURE RECOMMENDATION

A. Conclusion
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The integration of Artificial Intelligence into recruitment and selection has fundamentally reshaped human resource practices, offering increased
efficiency, objectivity, and strategic value. This study demonstrates that Al-driven tools can significantly streamline hiring processes, enhance decision-
making, and reduce human bias—ultimately improving the quality and speed of talent acquisition. However, the findings also highlight critical concerns
regarding ethical accountability, algorithmic fairness, and the readiness of HR professionals to adopt Al technologies. While Al can serve as a powerful
enabler, it is not a standalone solution; human judgment, transparency, and regulatory oversight remain essential to mitigate risks and ensure responsible
implementation. A balanced, hybrid model that combines Al efficiency with human insight emerges as the most effective path forward. As organizations
continue to explore AI’s potential, ongoing research, cross-sector collaboration, and ethical governance will be pivotal in aligning Al capabilities with
inclusive, fair, and future-ready recruitment practices.

B. Limitations
[ ] The number of participants in the survey may not be large enough to represent all Al recruitment and slection processes in benglore
[ ] The study is focused only on benglore, so the findings may not apply to other recruitment.

[ ] Participants may not provide completely honest answers,

Some Al recruitment and selections might not have shared detailed Al recruitment and slection processes , leading to potential gaps in the data.
Limited Exploration of Candidate Perspectives

. Implications
Strategic Al Adoption
Training and Digital Readiness
Hybrid Recruitment Model
Ethical Governance
Candidate Communication

. Future Recommendations
Increase Awareness and Training for HR Professionals
Integrate Al with Strategic Workforce Planning
Include Candidate Feedback Mechanism
Customize Al Tools for Sector-Specific Needs
Promote Diversity and Inclusion through Ethical Al

Foster Cross-Functional Collaboration

e 6 6 o6 o o o O e o o o o O o

Encourage Further Research and Development
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